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In order to build principles in the organisational workforce and environment, strategic people management 
skills include articulating the selection of skills, expertise, competencies and personal qualities. This paper 
aims to explore how the implementation of strategic people management skills serves as a driver to 
sustainable competitive advantage in the competitive religious environment by utilizing the Christian Faith-
Based Organisations in Nigeria.  
Research Methodology 
A conceptual approach based on the analysis of historical trends in the implementation of people 
management skills, especially among Christian Faith-based organisations in Nigeria, based on current 
literature. Key factors necessary for the satisfactory implementation of strategic people management skills 
were identified which include training and re-training, career development and motivational factors.  
Research Findings 
Findings from extant literature show that beyond the operational strategic purview of Nigerian Christian 
Faith- Based Organisations, other critical factors such as environmental influence create a significant link 
between people management skills and the level of compliance from affected parties. This also partly 
determines the amount of resource requirement to support the implementation of people management 
projects. In terms of the aspirations of Christian Faith-Based Organisational leaders in Nigeria, environmental 
variables play a key role. 
Conclusion and Recommendations 
Based on these findings, we recommend that leaders should endeavour to define directional policy that 
enhances people management skills and establish measurable goals to meet members of staff, members 
and followers’ expectations and to improve on organisational competitive advantage. Future research could 
be focused on empirical studies of Christian faith-based organisation in this direction. 
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Organisation cannot achieve its meaningful purpose in term of efficiency, productivity, performance and 
sustainability if leaders are not at the helms of affairs to coordinate resources for sustainable competitive 
advantage (Abasilim, Gberevbie & Osibanjo, 2019). Employees are recruited to perform specific task and job 
responsibility at various levels of an organisation. These employees are regarded as driving forces for the 
attainment of sustainable competitive advantage. They have individuals’ aspirations to achieve and likewise 
to full the organisational aspiration on the other side. In spite of the nature of faith-based organisations 
(FBOs) as non-profit organisations, their employees needed to be trained and re-trained in such a way that 
they are fitted for the use of organisation to achieve the vision, mission and objectives.  
Faith-based organisation is any organisation that draws inspiration and guidance from the teachings and 
principles of faith or from a specific understanding or school of thought within the faith for its activities. At a 
minimum, FBOs must be related either in the form of a particular philosophy of faith, employee recruitment, 
primarily volunteers, or leadership from a specific denomination of faith, with a structured faith group. 
Religiously focused mission statements, the reception of significant funding from a religious association or 
the initiation by a religious institution are other characteristics that qualify an association as "faith-based" 
(Clarke, 2015). 
Religiously focused mission statements, the acceptance of considerable funding from a religious group or 
the initiation by a religious body is FBOs. From the perspectives of Nigeria religious environmental 
background, it is characterized by various religious dimensions. Religions such as Christianity, Islam, and 
African Traditional Religion (ATR) such as: Ogun, Oya, Sango, Obatala, etc.) and others (Hindus, Buddhism, 
Judaism, etc.) dominated the religious landmarks of Nigeria.  
In the same vein, these religious non-profit organisations instil good moral behaviour and propagate their 
faith in the teaching and lesson of their various religion in our local communities. They have been recognised 
in the social impact assessment performance by many stakeholders because of excellent performance 
achieved in the areas where government of many nations have failed woefully due to corruption, ethnicity, 
and insincerity of purpose (Nzisi, 2017; Para-Mallan, 2019). 
The major purpose of this study is that of identifying what strategic leaders considered useful in human work 
force to provide effective managerial insight in the church of nowadays and how those capabilities can be 
encouraged and sustained in achieving competitive advantage. The identification of people management 
skills enables leaders to develop sustainable programs and policies to acquaint people in the ministry. With 
such leadership relational skills would successfully allow leaders to cope with the environmental challenges 
faced with uncertainties in their FBOs. The study provided answer for the following research questions: 
(i) In what way do training and re-training of members of staff including volunteers affect the attainment of 
sustainable competitive advantage? 
(ii) What are the leadership programmes Christian FBOs can introduce to develop their members of staff 
and volunteers in order to attain sustainable competitive advantage? 
(iii) What can the Christian FBO leaders do to motivate their members of staff, members and followers in 
the face of competitive religious environment for sustainability?  
2. CONCEPTUAL REVIEW 
2.1. The Concept of Strategic People Management Skill 
The ability to handle people involved articulating the set of talents, experience, skills and personal 
characteristics that generated value in the workforce and workplace (Ireland and Hitts, 2015). Armstrong 
(2017) recognised that without recruiting and maintaining skilled workers with sufficient expertise, attitudes 
and skills, no company, whether profit or non-profit, will effectively execute its various activities. Casio and 
Montealegre (2016) thought that in this religious turbulence, adaptation to organisational requirements 
requires proper care of financial problems and the optimum deployment of available skilled human capital to 
achieve competitive advantage. Organisations today work in the world without set codes of conduct or a 
common style of leadership. There is no universal blueprint for success as a result. However, it is clear that a 
professional owner and leader, ideally someone with a business track record and in-depth knowledge of 
structured problems, should run the social enterprise. Therefore, training and re-training, job growth and 
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motivational factors are facets of people management skills in this study.  
When companies needed new skills, competitive strengths and operational methods, the challenges of 
training and retention of staff became important. In organisational efforts to develop skills-based 
competencies, preparation is strategically relevant (Oyedepo, 2016). Training was described by this scholar 
as an indication of the employees' superior skills, expertise and abilities that resulted in successful results. 
Training was perceived and defined by Murathimme-Nburu (2011) as a coordinated increase in the know-
how skills and sensations necessary for employees to perform their work in the organisation effectively. 
Akande (2016) also argued and endorsed the view that training equipped workers with unique job skills 
required to boost their results. In addition, the training provided critical work-related skills, strategies and 
employee awareness. Many scholars, such as Armstrong (2017) and Ubini (2018), have described training 
as an active means of enabling an employee to efficiently use his / her skill and abilities for the benefit of the 
organisation. They argued that successful organisations know that people management development gave 
them an organisational edge in this competitive religious environment. In FBOs, it is required that leaders are 
called of God and received spiritual inspiration to execute their activities in order to drive the mission 
statement and vision statement of the organisation competitively. 
Also, Abioro, Olabisi, Onigbinde and Adedeji (2020) see career development as management decisions and 
actions that directly affected people as members of the organisations rather than as job holders. This was 
the stage where human factor of capability is involved. The development of people management is a value 
addition activity for the employee as well as organisation. Caplan (2014) cited in Sukier, Ramírez-Molina, 
Parra, and Martinez Cueto (2020) asserted that when an organisation fails to consider people development 
as a strategic tool, it can lead to the derailment of both the individual and the organisation. This aligned with 
the view of Armstrong (2017) that human capabilities are tailored toward the achievement of both individual 
aspirations and organisational aspirations. Christian FBOs can introduce long-life learning development 
programmes to boost capacity building in order to enhance their sustainable competitive advantage. 
In addition, motivational factors are incentives that drive the performance, effectiveness of employees in the 
organisations. If its employees are not motivated, no business, whether formal or casual, can go far 
(Olofinkua, 2020). Armstrong and Taylor (2020) concluded that employees who lack attention or are 
uninterested in the overall objective are typically not very efficient and can sometimes weaken the efforts and 
authority of a leader. The remedy is often as simple as expressing the task clearly. In other cases, FBO 
leaders need to collaborate separately with workers to find out an appropriate reward framework. A great 
deal of worker motivation, for example, has to do with psychology in the workplace. The happier and more 
appreciated workers feel in FBOs, the more likely they are to send their best efforts to organisations. At 
times, engaging in employee satisfaction appears counterintuitive, but it is also seen as a significant error to 
disregard corporate culture. 
It was therefore concluded on this note that FBOs will not be able to achieve their vision, mission and goals 
without adequate preparation for training of staff members; while primarily volunteers, career development 
and motivational factors, FBOs may not be able to achieve their vision, mission and goals and there is little 
to maintain. 
2.2 The Concept of Sustainable Competitive Advantage 
Going by the review of literature, the work of Barney (1991) in his book titled “firm resources and competitive 
advantage” and Grant (1991) titled “The resource-based theory of competitive advantage” cannot be 
ignored. Ceglinski (2016) sees competitive advantage of organisation as an achievement of success above 
average results of its business activities. The introduction of competitive advantage in strategic management 
assured that there are competitive advantages of sustainable characters. Sustainable competitive advantage 
can be gained by organisations such as FBOs if they have uncommon, important, imitable and non-
substitutable resources. These organisations also can achieve temporary competitive advantage if they have 
only valuable and rare attributes (Barney, 1991; Grant 1991) 
Therefore, competitive advantage allows an organisation to develop and acquire set of attributes that 
enhance performance to outs match its competitors. On the other hand, competitive advantage of FBOs 
reveals that activities of an organisation are more profitable than those of its competitors. For example, the 
advent of COVID-19 has changed the faces of doing business and religion world-wide, because many 
organisational plans and budgets have been disrupted due to this pandemic. The assumption of temporary 
competitive advantage comes in place in FBOs as a result of deepening globalisation, processes, 
technological disruption, climatic environmental turbulence, demographic challenge and change in taste and 
preferences. Strategy is becoming less about creating positions of sustainable competitive advantage as a 
result of continuous changes and relentless rivalry. 
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According to Brimah, Bamidele and Rabiu (2020), the competitiveness of religious organisations in modern 
conditions is largely dependent on management’s ability to ensure the required economic efficiency of 
operating operations, the achievement of strategic and tactical objectives, the reasonable use of labour, 
financial and material capital. This defines the importance of research on novel approaches to human skills 
to objectives-based management. 
In addition, erosion of temporary competitive advantage becomes pronounced when dynamic and interactive 
rivalries are occurring routinely. The critical issue for competitive advantage to be sustainable is to be re-
occurring over a stable number of times in the life of a religion organisation. Hence, leaders of FBOs have to 
look inward for the area of competence, competencies and competency in their policies guiding people 
management skill and operations to achieve pre-determined organisational objectives.  
2.3 The Concept of Faith-Based Organisations 
Faith-based organisations (FBOs) are development organisations with unique religious identities by religious 
body membership, mission statement and decision-making on religious beliefs, religious financial sources, 
religious belief-based governance structure. (Clarke, 2015; Glosnek, 2017). Churches, mosques, temples 
are also considered as FBOs. They acted as change agents in our societies by spreading the gospel, 
refining our moral characters, instilling their faith practices in the lives of members and lessen the burdens of 
members in our communities. FBOs are development organisations that impact both developed and 
developing economies in their contribution to the Gross Development Product, creation of social amenities, 
political development and creation of employment opportunities and war against social exclusion of the less-
privilege masses (Baiyeri, 2015; Clarke, 2015; Nwokoro, 2017; Tomalin, Haustein & Kidy, 2018).  
2.4 Theoretical Review 
2.4.1 Dynamic Capability Theory (1994) 
Teece and Pisano (1994) developed the theory. In order to gain short-term competitive advantage leading to 
organisational growth and survival, the premise of this theory was to investigate the capacity of organisations 
to rapidly organize and reconfigure externally sourced skills (Lim, Stratopoulos & Wirjanto, 2013). The theory 
of dynamic capacity is an outcome of the theory of resource-based opinion. While the theory of resource-
based views is concerned with how an organisation can gain competitive advantage, the theory of dynamic 
capacity is more concerned with short-term competitive advantage that can be used to create long-term 
growth and sustainability competitive advantage (Lim, et al, 2013). 
The theory of dynamic capability focuses on a company's ability to rapidly learn about changes and 
developments that are occurring in the religious climate. This helps companies to develop strategic assets to 
compete and turn existing assets within the organisation in order to respond to changes that arise in the 
religious environment for improved operational efficiency. 
The arguments against the theory of dynamic capability are that the theory in terms of details is incomplete 
(Elbana, et al., 2020). Critics also pointed out that when there is a need for a change and when there is no 
change, the principle cannot be clarified (Steenstra, Gelderman & Semeijn, 2020). There are still no clear 
information describing the cost of opportunities for improvements generated within the organisation, and 
there is a need to better align the theory with organisational theory (Li & Liu, 2014). Dynamic ability therefore 
assumes that capabilities are the basic process, operations or routines of the company and put immutability 
of the company's ability to construct and reconfigure the resource base as the key to attaining competitive 
advantage (Lin & Wu, 2014). 
Arifin and Dewi (2020), however, argue that dynamic capabilities allow companies to have a competitive 
edge on an ongoing basis and can help companies avoid creating core rigidities that hinder developmental 
inertia and stifle innovation. Kirtmollaiev (2020) further points out that the deployment of dynamic capabilities 
can result in four different outcomes. First, if the generated resource base is not imitated over a long period 
of time and the rents are maintained, they may contribute to sustainable competitive advantage. Secondly, 
they may contribute to a temporary advantage. Third, they can only have competitive advantage if their 
influence on the resource base is simply allowed by enabling the organisation to operate rather than 
outperform rivals in the industry. Finally, if the resulting resource stock is irrelevant to the organisation, the 
implementation of dynamic capabilities can lead to failure.  
For the purposes of this research, the theory of dynamic potential is used as an anchor theory. The reason 
for using this theory is that it shares a common premise with the company's resource-based theory. 
However, it combines both internal and external FBO leadership skills that are essential to superior success 
and sustainability when considering turbulent religious environments. 
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2.5 People Management Skill and Sustainable Competitive Advantage: Review of 
Empirical Studies 
Hammadamin and Atan (2019) investigated the effect of strategic human resources management strategies 
on the achievement of sustainable competitive. The authors examined the mediating role of the creation of 
human resources and the engagement of workers in an academic setting. Six hundred copies of 
questionnaires randomly distributed to employees of selected universities in Erbil Region, Iraq, were the 
sample size used for the analysis. Using Structural Equation Modelling (SEM) methods and Smart Partial 
Least Square PLS, the data was analysed. The study results showed a linear and optimistic effect of the 
strategic practice of human resources management on the sustainability of competitive advantages. 
Strategic practice in the management of human resources has also been found to have a beneficial effect on 
the growth of human capital and the dedication of workers to organisations. The relationship between the 
production of human capital and the engagement of employees has been found to have a partial impact on 
mediation in the strategic activities of human resources management and sustainable competitive 
advantage. 
Ibrahim and Oli (2019) explored strategic management's impact on the competitive advantage, growth and 
enhancement of organisational entrepreneurial skills. The population consisted of forty (40) small and 
medium-sized business managers working in Abuja, Nigeria. Normal termination of random sampling was 
employed. Using a five-point Likert scale, the study made use of the primary data source via questionnaire 
distribution. Pearson Product Moment Correlation was used, with the aid of the Statistical Package for Social 
Sciences (SPSS 20.1), to test hypotheses. The findings showed that organisations that have seen a positive 
effect of strategic leadership on the growth and development of entrepreneurial skills are those that have 
provided training based on the acquisition of entrepreneurial skills. Therefore, the study suggested investing 
in the preparation of its workers, as the human resource is an essential internal strength of each organisation 
and is therefore a source of competitive advantage for the organisations. 
Asadu, Onah and Adumah (2020) explored the processes and imperatives of strategic human resources 
training and development to actualization of employees’ and organisations’ goals. The methodology of the 
work is qualitative and descriptive. Relevant data for the study were gathered via documentary source and 
structured oral interview administered to select management officers and employees. The generated data 
were analysed using descriptive analytic technique. The study, among other things, revealed that regular 
cum strategic training and development of workers in an organisation is indispensable for enhanced 
employees’ commitment, performance and productivity. It also established that integration of employees’ and 
organisational goals into training and development programmes is strategic for their mutual success 
Mulolli, Boskovska and Islami (2020) examined the relationship between human resource management 
strategies (HRMs) and their effect on the competitive advantage of companies. It explores the strategic 
objectives of human resources and their effect on the development of the competitive advantage of the 
organisation through two HRM practices: (a) training and growth, and (b) compensation and remuneration of 
employees. From a self-administered questionnaire, the data used in this analysis was collected. The 
respondents were randomly selected. The results show that the strategic priorities of human resources have 
a positive effect on the achievement of the competitive advantage of organisations, and that job-specific 
preparation has the greatest impact on the achievement of high company efficiency. The findings of this 
study include and endorse the assertion that HRM investments improve employers' enthusiasm and thus 
increase the ability of an organisation to gain a competitive advantage. 
3. RESEARCH METHODOLOGY 
This study adopted review research design (qualitative approach) to explore the topic to unearth an in-depth 
understanding of specific knowledge gaps among FBOs owners and leaders in Nigeria. This is to know in 
regards to strategic people management skills demonstrated toward addressing competitive advantage and 
its implications on their long-term sustainability. To address this gap in the leadership literature and research 
problem, collection of data was used from multiple sources including historical, seminars and current peer-
reviewed papers (in some databases like Google Scholars, Sage, Ebsco, Elsevier, among others), tertiary 
sources such as electronic and print media reports, and other online reports etc. Data triangulation was 
conducted in order to establish the trustworthiness of the findings on the phenomenon. The study is aimed to 
add to the body of knowledge in the theoretical conceptualizations of strategic leadership management in 
Nigerian FBOs context. 
However, the focus is to gather qualitative data in the selected states in Nigeria. Still, due to lack of time and 
restriction imposed by the Federal Government of Nigeria on general lockdown and restriction on inter-state 
movement, the reality made impossible. The researchers, therefore, decided to use existing literature to 
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explore the study phenomenon. In corroboration with observations of authors, the earlier choice of using in-
depth interviews with faith-based organisations followers was declined by most respondents approached due 
to the same restrictions and the concern for their survival and general loss of interest in participating. 
This is considered appropriate to give a summary and critical analysis of relevant research based on the 
objectives of this study. Conceptual analysis is used as the method of data analysis. Various concepts 
pertinent to this study are critically discussed and analysed. The phrases strategic people management skills 
and sustainable competitive advantage are searched in keywords, titles or abstracts to evaluate the issues of 
strategic leadership in the sustainable competitive advantage of FBOs in general. 
4. DISCUSSION OF FINDINGS 
In the Nigerian context, research found that the growth of Pentecostal churches in Kaduna State, Nigeria 
was influenced by a major gap in opinions between men and women on leadership styles. Another research 
also studied the church and the alleviation of poverty in Nigeria. It was discovered that, among others, 
policies and initiatives had failed due to corruption and bad design and execution. Similarly, some 
disclosures, such as return on assets, operating expenses and asset turnover, had a significant negative 
relationship with operating efficiency in the analysis of the effect of operational efficiency and financial 
sustainability of the manufacturing companies listed in Nigeria. The growth of staff, account receivable 
turnover and inventory turnover were found to have an insignificant operating efficiency relationship. 
These findings revealed that in the Nigerian context, there is a need to rethink the link between strategic 
people management skills and sustainable competitive advantage in order to confirm, deny, or change 
scholars' established claims. In these fields, this study is an effort to bridge the gap in the literature that 
affects the work climate of Nigerian leadership in organisations.  
5. CONCLUSIONS  
In their incorporation for organisational use to achieve sustainability, the paper shows the notions of strategic 
people management skills and competitive advantage. It addressed how the dimensions of strategic people 
management skills can impact organisational stakeholders, most importantly leaders, managers and 
workers, as vital forces to build successful and productive organisational activities. The results of this study 
are based on the findings that the strategic capacity to handle people has a substantial effect on FBOs' 
sustainable competitive advantage. This means that it would improve their sustainable competitive 
advantage if FBOs pay attention to clearer and unambiguous strategic policies concerning human resources 
and motivational factors in their organisations. 
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